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I. Executive Summary  

The Acquisition Workforce Competency Survey Report summarizes the results of the 2012 Acquisition 

Workforce Competency Survey (AWCS) administered by the Federal Acquisition Institute (FAI) to civilian 

agency acquisition workforce members in collaboration with the Office of Federal Procurement Policy 

(OFPP), the Chief Acquisition Officers Council (CAOC) and the Office of Personnel Management (OPM). 

Conducted biannually, the purpose of the AWCS is twofold:  

1. Identify and prioritize the developmental needs of the Federal civilian acquisition workforce, 

defined as acquisition professionals in the three Federal Acquisition Certification (FAC) program 

areas: contracting professionals (FAC-/ύΣ /ƻƴǘǊŀŎǘƛƴƎ hŦŦƛŎŜǊΩǎ wŜǇǊŜǎŜƴǘŀǘƛǾŜǎ όC!/-COR) and 

Program and Project Managers (FAC-PPM). (Note: The Department of Defense was not included 

in the 2012 AWCS survey sample); and 

2. Inform the allocation of resources to enhance acquisition-related developmental opportunities. 

A skilled and knowledgeable acquisition workforce is essential for efficient and effective government 

operations, as well as the stewardship of taxpayer dollars. The Performance and Management Section of 

ǘƘŜ tǊŜǎƛŘŜƴǘΩǎ C¸нлмо .ǳŘƎŜǘ {ǳōƳƛǎǎƛƻƴ emphasizes ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ άŘŜǾŜƭƻǇƛƴƎ ŀ ǿŜƭƭ-trained 

ŀŎǉǳƛǎƛǘƛƻƴ ǿƻǊƪŦƻǊŎŜέ ōȅ ǳƴŘŜǊǘŀƪƛƴƎ άǘƘŜ ƘǳƳŀƴ ŎŀǇƛǘŀƭ ǇƭŀƴƴƛƴƎ ŀƴŘ ŀŎǘƛƻƴǎ ƴŜŜŘŜŘ ǘƻ ƛƳǇǊƻǾŜ 

Federal contracting1Φέ  

¢ƘŜ !ŘƳƛƴƛǎǘǊŀǘƛƻƴΩǎ ŦƻŎǳǎ ƻƴ ŀŎǉǳƛǎƛǘƛƻƴ ǿƻǊƪŦƻǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ǿƛƭƭ ŀƭƭƻǿ ǘƘŜ CŜŘŜǊŀƭ DƻǾŜrnment to 

ŀŘŘǊŜǎǎ ǘƘŜ ŎƘŀƭƭŜƴƎŜǎ ƛŘŜƴǘƛŦƛŜŘ ƛƴ ǘƘŜ ¦Φ{Φ DƻǾŜǊƴƳŜƴǘ !ŎŎƻǳƴǘŀōƛƭƛǘȅ hŦŦƛŎŜΩǎ IƛƎƘ wƛǎƪ ƭƛǎǘΣ ǿƘƛŎƘ 

ǎǘŀǘŜǎ ǘƘŀǘΣ άǘƘŜ ǎƘortage of trained acquisition personnel impedes the capacity and capability of 

agencies to oversee and manage contracts that have become more expensive and increasingly 

complex2Φέ 

2012 AWCS Highlights  

¶ A dramatic increase in the number of survey participants:  

o 9,791 acquisition professionals from 47 civilian departments and agencies completed 

the survey 

o This is an increase of 42% over the 6,907 participants that completed the survey in 2010 

¶ An expanded number of competencies within the FAC program areas, yielding a more detailed 

understanding of the strengths and opportunities for developing this critical workforce. 

¶ Evidence of a strong relationship between time spent and technical proficiency within each FAC 

program area. 

¶ Trend analysis identifying declining proficiencies within certain competencies dating back to 

2008. 

¶ When compared with previous survey samples, a greater percentage of individuals in the 2012 

sample with limited Federal acquisition experience (i.e., 1-3 years of experience). Also, a slightly 

                                                           
1
 tǊŜǎƛŘŜƴǘΩǎ C¸нлмо tŜǊŦƻǊƳŀƴŎŜ ŀƴŘ aŀƴŀƎŜƳŜƴǘ {ŜŎǘƛƻƴ ƻŦ ǘƘŜ .ǳŘƎŜǘ {ǳōƳƛǎǎƛƻƴ 

2
 ¦Φ{Φ DƻǾŜǊƴƳŜƴǘ !ŎŎƻǳƴǘŀōƛƭƛǘȅ hŦŦƛŎŜΩǎ High Risk List 

http://www.whitehouse.gov/sites/default/files/omb/budget/fy2013/assets/management.pdf
http://www.gao.gov/highrisk/risks/efficiency-effectiveness/strategic_human_management.php
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lower percentage of acquisition professionals in 2012 with significant acquisition experience 

(i.e., greater than 20 years of experience). 

2012 AWCS Sample Demographics 

¶ оΣулф ŎƻƴǘǊŀŎǘƛƴƎ ǇǊƻŦŜǎǎƛƻƴŀƭǎΣ пΣмпу /ƻƴǘǊŀŎǘƛƴƎ hŦŦƛŎŜǊΩǎ wŜǇǊŜǎŜƴǘŀǘƛǾŜǎ ό/hwǎύΣ ŀƴŘ нΣтсп 

Program and Project Managers (P/PMs) responded to the 2012 AWCS Survey. These program 

areas make up 36%, 38%, and 26% of the sample, respectively (Note: Some survey respondents 

belong to more than one program area.)  

¶ In their respective FAC program areas, 1,741 respondents (18%) are working toward a Level 1 

certification, but have not yet obtained it; 1,936 respondents (20%) have a Level 1 certification; 

3,833 respondents (39%) have a Level 2 certification; and 2,281 respondents (23%) have a Level 

3 certification. 

¶ 3,132 respondents (33%) are in the 1102 occupational series; 906 respondents (10%) are in the 

343 series; and 586 (6%) are in the 2210 series. The remaining 51% of the sample is spread 

across a number of different occupational series. 

¶ 614 respondents (6%) have less than one year of Federal acquisition experience; 2,048 

respondents (21%) have 1-3 years of Federal acquisition experience; 3,245 respondents (34%) 

have between 4 and 10 years of Federal acquisition experience, and 3,721 respondents (39%) 

have over 10 years of Federal acquisition experience. Comparatively, 7% of 2010 AWCS 

respondents had less than one year of Federal acquisition experience, 17% of 2010 AWCS 

respondents had 1-3 years of experience, 32% of 2010 AWCS respondents had between 4 and 

10 years of Federal acquisition experience, and 43% of 2010 AWCS respondents had over 10 

years of Federal acquisition experience. 

The 2012 AWCS enables FAI to continue serving as a conduit to developing a skilled acquisition 

workforce and improving existing acquisition human capital planning activities. In addition, the AWCS 

allows the acquisition community to make an informed investment in the Federal workforce that spends 

more than $500 billion of taxpayer dollars, while maintaining integrity, fairness, competition and 

ƻǇŜƴƴŜǎǎ ŘǳǊƛƴƎ ǘƘŜ ƎƻǾŜǊƴƳŜƴǘΩǎ ŀŎǉǳƛǎƛǘƛƻƴ ǇǊƻŎŜǎǎΦ In particular, FAI will use 2012 AWCS results to 

prioritize future training opportunities to fulfill its mission of advocating acquisition workforce 

excellence through Federal acquisition certification training. FAI will utilize these results to partner 

with Acquisition Career Managers (ACMs) and agency acquisition leadership to examine more effective 

ways of incorporating survey data into their annual acquisition human capital planning activities. 
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II.  Introduction  

The mission of the Federal Acquisition Institute (FAI) is to serve as the premier organization and nexus to 

promote the development of an agile and quality government-wide acquisition workforce. FAI 

advocates for acquisition workforce excellence through Federal acquisition certification training, career 

development opportunities, effective tool and technology developments, and acquisition research. 

In support of this mission, FAI partnered with the Office of Federal Procurement Policy (OFPP), the Chief 

Acquisition Officers Council (CAOC) and the Office of Personnel Management (OPM) to administer the 

2012 Acquisition Workforce Competency Survey (AWCS) to civilian agency acquisition workforce 

members. Initially conducted in 2007 as a competency survey for the contracting workforce, the AWCS 

was expanded in 2008 to include ContracǘƛƴƎ hŦŦƛŎŜǊΩǎ wŜǇǊŜǎŜƴǘŀǘƛǾŜǎ (CORs) and Program and Project 

Managers (P/PMs). The Department of Defense is not included in these surveys.  

 

Since 2008, the survey has been conducted biannually. Consistent with the previous two iterations, the 

purpose of the 2012 AWCS is twofold:  

1. Identify and prioritize the developmental needs of the Federal civilian acquisition workforce; 

and 

2. Inform the allocation of resources to enhance acquisition-related developmental opportunities. 

A skilled and knowledgable 

acquisition workforce is essential for 

efficient and effective government 

operations, as well as the 

stewardship of taxpayer dollars. The 

tǊŜǎƛŘŜƴǘΩǎ C¸нлмо tŜǊŦƻǊƳŀƴŎŜ ŀƴŘ 

Management Section of the Budget 

Submission places a strong emphasis 

ƻƴ ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ άŘŜǾŜƭƻǇƛƴƎ ŀ 

well-trained acquisƛǘƛƻƴ ǿƻǊƪŦƻǊŎŜέ 

by undertaking άǘƘŜ ƘǳƳŀƴ ŎŀǇƛǘŀƭ 

planning and actions needed to 

improve Federal contracting3Φέ ¢ƘŜ !ŘƳƛƴƛǎǘǊŀǘƛƻƴΩǎ ŦƻŎǳǎ on acquisition workforce development will 

allow the Federal Government to address the challenges identified in the U.S. Government 

Accountability OfficeΩǎ IƛƎƘ wƛǎƪ ƭƛǎǘΣ ǿƘƛŎƘ ǎǘŀǘŜǎ ǘƘŀǘΣ άǘhe shortage of trained acquisition personnel 

impedes the capacity and capability of agencies to oversee and manage contracts that have become 

more expensive and increasingly complex4Φέ 

Through the 2012 AWCS, FAI continues to serve as a conduit to developing a skilled acquisition 

workforce and improving existing acquisition human capital planning actions and activities. In addition, 

the AWCS allows the acquisition community to make an informed investment in the Federal workforce.   

                                                           
3
 tǊŜǎƛŘŜƴǘΩǎ FY2013 Performance and Management Section of the Budget Submission 

4
 ¦Φ{Φ DƻǾŜǊƴƳŜƴǘ !ŎŎƻǳƴǘŀōƛƭƛǘȅ hŦŦƛŎŜΩǎ High Risk List 

άThe acquisition workforce is the backbone of our acquisition 

system. Their skills and good judgment are inextricably tied 

to our DƻǾŜǊƴƳŜƴǘΩǎ ŀōƛƭƛǘȅ ǘƻ ōǳȅ ƴŜŜŘŜŘ ƎƻƻŘǎ ŀƴŘ 

services and deliver effective resultsΦέ   

- Hon. Joseph Jordan,  

Administrator for Federal Procurement Policy 

Statement Before the Committee on Homeland Security and Governmental Affairs, 

United States Senate  

May 9, 2012 

  

http://www.whitehouse.gov/sites/default/files/omb/budget/fy2013/assets/management.pdf
http://www.gao.gov/highrisk/risks/efficiency-effectiveness/strategic_human_management.php
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III.  Survey Structure and Meth odology  

The 2012 AWCS was an automated survey hosted on the FAI.gov website5. FAI used multiple 

communication channels to invite participants to complete the survey, including: 

ü Communications from acquisition workforce management leaders (e.g., Chief Acquisition 

Officers, Senior Procurement Executives, Acquisition Career Managers) through internal agency 

distribution networks; 

ü Federal-wide communications from FAI to members of the acquisition workforce registered in 

the Federal Acquisition Institute Training Application System (FAITAS);  

ü Notes from the OFPP Administrator, available online to Federal acquisition employees6; and 

ü Notices on the FAI.gov website. 

In total, the survey comprised 5 sections: 

1. Demographics and Program Area Questions: Questions related to a ǇŀǊǘƛŎƛǇŀƴǘΩǎ employment 

characteristics (e.g., job series, grade), demographics (e.g., age range, education level), and 

certification status (e.g., program area, certification level). 

All participants self-reported either pursuing or holding a certification in one of the three Federal 

Acquisition Certification (FAC) programs.  

2. Technical Competencies and Aligned Skills: Questions related to the technical competencies and 

aligned skills that represent the specialized, civilian acquisition-specific expertise required for 

successful performance in each FAC program area. Each program area has a unique competency 

model that provides a consistent framework of technical competencies and aligned skills for 

performing acquisition-related work within the program area. These competency models were 

used to populate the technical competencies and aligned skills included in the 2012 AWCS.  

Participants completed questions related to a program area if they indicated either currently 

pursuing a level 1 certification or holding a certification in that area. Participants holding multiple 

certifications were given the option of completing multiple program area sections of the survey. 

All proficiency and time spent data were self-reported by survey participants. 

3. Business Competencies: Questions related to the foundational competencies that contribute to 

successful performance across all acquisition professionals (e.g., Attention to Detail, Customer 

Service). All participants rated their proficiency on each of the business competencies. 

4. Training Environment Questions: vǳŜǎǘƛƻƴǎ ǊŜƭŀǘŜŘ ǘƻ ŜƭŜƳŜƴǘǎ ƻŦ ŀ ǇŀǊǘƛŎƛǇŀƴǘΩǎ organizational 

culture that support continued learning and development (e.g., resources for training, supervisory 

support for training). All participants completed the training environment questions.  

                                                           
5
 FAI.gov Website 

6
 Notes from the OFPP Administrator  

http://www.fai.gov/drupal/
http://www.fai.gov/drupal/news/notes-ofpp-administrator
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5. Supervisory Questions: Questions related to a ǎǳǇŜǊǾƛǎƻǊΩǎ ǊƻƭŜ in creating and supporting an 

organizational culture of continued learning and development. Only participants that self-

identified as performing in a supervisory role responded to these questions. 

As noted in the introduction, the AWCS is conducted on a biannual basis, which allows for historical 

comparisons between 2012 and previous iterations of the survey (i.e., 2008 and 2010). FAI and OFPP, in 

collaboration with the Functional Advisory Boards that comprise experienced acquisition professionals 

in the FAC-C, FAC-COR, and FAC-P/PM program areas, are charged with maintaining the three FAC 

program area competency models to better reflect the knowledge, skills and abilities required for 

ǎǳŎŎŜǎǎŦǳƭ ǇŜǊŦƻǊƳŀƴŎŜ ōȅ ǘƻŘŀȅΩǎ ŀŎǉǳƛǎƛǘƛƻƴ ǇǊƻŦŜǎǎƛƻƴŀƭǎ across the civilian agencies. In support of 

this initiative, each program area competency model was revised prior to the administration of the 2012 

survey to allow for a more accurate and ŎƻƳǇǊŜƘŜƴǎƛǾŜ ŀƴŀƭȅǎƛǎ ƻŦ ǘƘŜ ŀŎǉǳƛǎƛǘƛƻƴ ǿƻǊƪŦƻǊŎŜΩǎ ǎǘǊŜƴƎǘƘǎ 

and opportunities for growth. As a result, some competencies and aligned skills were assessed for the 

first time in this iteration of the AWCS, which prevents a historical comparison of proficiency values for 

some competencies. 

As in previous iterations, when administering the AWCS, FAI must contend with the constraint of 

accurately identifying and tracking members of the civilian acquisition workforce on a Federal-wide 

level. Through various preventative measures, FAI has made efforts to mitigate the risks associated with 

this constraint to minimize its influence on the results of the survey. Further details regarding this 

challenge, its potential impact on survey results and strategies used to mitigate the challenge can be 

found in the conclusion section of this report. 
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IV. Survey Demographics  

A total of 9,791 acquisition professionals representing 47 civilian Departments/Agencies, including all 23 

civilian CFO Act agencies, completed the 2012 AWCS, an increase of 42% over the 6,907 participants that 

completed the survey in 2010. Respondents with multiple certifications were given the option to 

complete multiple FAC program area sections of the survey. In total, 929 respondents had multiple 

certifications (875 respondents with two certifications, and 54 with certifications in all three program 

areas). Thus, a total of 10,721 completed FAC program area sections were included in the analyses 

presented in this report. FAI received a sufficient number of survey responses for the 2012 AWCS 

sample to be considered statistically representative of all Federal-wide populations of interest. By 

obtaining a representative sample, FAI can be more confident that the conclusions drawn based on the 

survey sample can be generalized to the broader population. C!LΩǎ methodology and standards for 

determining representative sample were consistent with those used by the Office of Personnel 

Management (OPM) in its Employee Viewpoint Survey. Table 1: 2012 AWCS Department/Agency 

Participation provides an overview of participating Departments/Agencies in 2012. All 23 Federal civilian 

CFO Act agencies (Department of Defense personnel were purposefully not included) are represented in 

the 2012 AWCS sample, and have participated in each of the last three iterations of the AWCS dating 

back to 2008. Additionally, a variety of small agencies are represented in the AWCS sample. 

Table 1: 2012 AWCS Department/Agency Participation 

2012 AWCS Department/Agency Participation 
Administrative Office of the United States Courts Government Accountability Office 

Armed Forces Retirement Home Government Printing Office 

Consumer Financial Protection Bureau International Boundary & Water Commission 

Consumer Product Safety Commission Library of Congress 

Department of Agriculture Millennium Challenge Corporation 

Department of Commerce National Aeronautics and Space Administration 

Department of Education National Archives and Records Administration 

Department of Energy National Gallery of Art 

Department of Health and Human Services National Science Foundation 

Department of Homeland Security Nuclear Regulatory Commission 

Department of Housing and Urban Development Occupational Safety & Health Review Commission 

Department of Justice Office of Management and Budget 

Department of Labor Office of Personnel Management 

Department of State Peace Corps 

Department of the Interior Pension Benefit Guaranty Corporation 

Department of the Treasury Railroad Retirement Board 

Department of Transportation Securities and Exchange Commission 

Department of Veterans Affairs Small Business Administration 

Environmental Protection Agency Social Security Administration 

Equal Employment Opportunity Commission The Court Services and Offender Supervision Agency 

Executive Office of the President U.S. Agency for International Development 

Federal Deposit Insurance Corporation U.S. International Development Cooperation Agency 

Federal Housing Finance Agency United States District Courts 

General Services Administration  

Bold indicates a CFO Act agency 
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Figure 1: 2012 Sample by Program Area summarizes 

the number of survey participants by Program Area 

in 2012, including participants that hold a 

certification in multiple Program Areas. Contracting 

professionalsΣ /ƻƴǘǊŀŎǘƛƴƎ hŦŦƛŎŜǊΩǎ wŜǇǊŜǎŜƴǘŀǘƛǾŜǎ 

(CORs) and Program and Project Managers (P/PMs) 

represent 36%, 38% and 26% of the overall sample, 

respectively. Furthermore, 929 survey participants, 

or 9% of the overall survey sample, hold 

certifications in multiple program areas. Of the 929 

workforce members that hold multiple certifications, 

730, or 79%, are certified as both CORs and P/PMs.  

Table 2: AWCS Respondent Profile: 2008, 2010, and 

2012 summarizes aggregate survey responses to 

present a general profile of the typical AWCS 

respondent.   

 

Respondent Profile: 2012 AWCS 2010 AWCS 2008 AWCS 

Age 51 to 55 Years Old 51 to 55 Years Old 51 to 55 Years Old 

Gender Male Female Female 

Grade Level GS-13 or equivalent GS-13 or equivalent GS-13 or equivalent 

Supervisory Status Non-supervisory Non-supervisory Non-supervisory 

Education .ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ BachelorΩs Degree BachelorΩs Degree 

Retirement Eligibility 11 to 20 Years 11 to 20 Years 11 to 20 Years 

Acquisition Role  Contracting Contracting Contracting 

Years of Acquisition Experience 11 to 20 Years 11 to 20 Years 11 to 20 Years 

 

 

 

 

 

 

 

 

 

COR & P/PM =  

        730 

Figure 1: 2012 Sample by Program Area 

Figure 2: Survey Sample by Program Area: 2010 and 2012 

C & COR = 

98 

C & P/PM = 

47 

All  
= 54 

Table 2: AWCS Respondent Profile: 2008, 2010, and 2012 
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A historical comparison of the AWCS survey sample by program area, summarized in Figure 2: Survey 

Sample by Program Area: 2010 and 2012, reveals a similar composition in 2010 as compared to 2012, 

with a greater percentage of P/PMs represented in the 2012 sample. Both samples contain roughly the 

same percentage of participants with certifications in two or more program areas. 

Figure 3: Certification Level by Program Area depicts the distribution of participants by certification level 

within each Program Area for the 2012 sample7. All participants were required to enter their 

certification level in order to advance through ǘƘŜ ǎǳǊǾŜȅΦ άLƴ tǊƻƎǊŜǎǎέ ǊŜǇǊŜǎŜƴǘǎ ǇŀǊǘƛŎƛǇŀƴǘǎ ǘƘŀǘ ŀǊŜ 

working toward a Level 1 certification, but are not currently certified.  

The high number of Level 2 CORs is attributable to the recently revised FAC-COR Policy, which states 

that all CORs certified prior to January 1, 2012 are certified at Level 2 unless designated otherwise by the 

agency8. 

The AWCS survey samples from 2010 and 2012 are comparable along a series of demographic variables. 

Figure 4: Grade Range by Year 

summarizes the 

percentage of survey 

respondents by grade 

range for both 2010 and 

2012. Roughly 60% of both 

samples were GS-13s or 

above (including the Senior 

Executive Service). 

tŀǊǘƛŎƛǇŀƴǘǎ ƛƴ ǘƘŜ άhǘƘŜǊέ 

category represent 

                                                           
7
 2008 or 2010 AWCS data on certification level are not available for a historical comparison. 

8
 http://www.fai.gov/pdfs/FAC-COR_20Sep2011.pdf 

Figure 3: Certification Level by Program Area 

Figure 4: Grade Range by Year 

http://www.fai.gov/pdfs/FAC-COR_20Sep2011.pdf
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employees on a pay schedule 

other than the General 

Schedule. 

Similarly, both the 2010 and 

2012 samples contained a similar 

distribution of Federal civilian 

acquisition professionals by age 

range and education level, as 

depicted in Figures 5 and 6, 

respectively. In 2012, 65% of 

respondents were 46 years old or 

older, compared to 64% in 2010. 

Additionally, 79% of participants 

in the 2012 sample held a 

.ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ ƻǊ ƘƛƎƘŜǊΣ ǿƛǘƘ 

41% of respondents holding an 

advanced degree (i.e., aŀǎǘŜǊΩǎ 

or Doctoral Degree). Similarly, 

78% of participants in 2010 held 

ŀ .ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ ƻǊ ƘƛƎƘŜǊΣ 

with 38% of respondents holding 

an advanced degree. An analysis 

of education levels by FAC 

program area can be found in the 

Ψ²ƻǊƪŦƻǊŎŜ tǊƻŦƛƭŜΩ ǎŜŎǘƛƻƴ ƻŦ 

each program-specific section of the report.  

A comparison of years of federal 

service between 2010 and 2012 

reveals a departure from the 

trend outlined in previous charts. 

As depicted in Figure 7: Federal 

Service by Year, the 2012 survey 

sample contains a higher 

percentage of individuals with 1-

3 years of federal service. 

Additionally, the 2012 sample 

contains a slightly lower 

percentage of respondents with 

21 or more years of federal 

service when compared against 2010. 

Figure 5: Age Range by Year 

Figure 7: Federal Service by Year 

Figure 6: Education Level by Year 
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As shown in Figure 8: Retirement 

Eligibility by Year, 39% of the 2012 

survey sample reported being eligible 

to retire within the next six years (i.e., 

by FY18). This percentage has 

remained stable since the 2010 survey. 

2012 respondents that reported being 

eligible to retire over the next five 

years were asked whether they 

intended to do so within that 

timeframe. Table 3: Summary of 

Retirement by Certification Level provides a breakdown of retirement eligibility by certification level, as 

well as the percentage of respondents at each certification level that plan to retire in the next 5 years. 

62% of participants eligible to retire within the next five years intend to do so. 

Table 3: Summary of Retirement by Certification Level 
   

Certification Level 
Percentage Eligible to Retire 

in Next 5 Years 

Percentage of Eligible 
Employees Planning to 
Retire in Next 5 Years 

In Progress 34% 59% 

Level 1 34% 59% 

Level 2 39% 63% 

Level 3 45% 65% 

Total 38% 62% 

Figure 8: Retirement Eligibility by Year 
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V. Technical Competencies and Aligned Skills  

Section V: Technical Competencies and Aligned Skills summarizes the strengths and opportunities for 

development of the Federal civilian acquisition workforce related to the acquisition-specific 

competencies and skills that are required for successful performance. Key findings are organized and 

reported by the three FAC Program Areas: (A) FAC-C, (B) FAC-COR, and (C) FAC-P/PM. 

Each program area summary contains an analysis of 2012 AWCS responses for the related technical 

ŎƻƳǇŜǘŜƴŎƛŜǎ ŀƴŘ ŀƭƛƎƴŜŘ ǎƪƛƭƭǎ ƻǳǘƭƛƴŜŘ ƛƴ ǘƘŜ ǇǊƻƎǊŀƳ ŀǊŜŀΩǎ ŎƻƳǇŜǘŜƴŎȅ ƳƻŘŜƭΦ /ƻƭƭŜŎǘƛǾely, 

technical competencies and aligned skills summarize a consistent set of performance standards within 

the program area. A technical competency may be thought of as a broader collection of knowledge, 

skills, abilities and other behavioral characteristics. Each technical competency in the FAC program area 

competency models contains a set of related aligned skills which represent more specific behaviors that 

are performed when exhibiting the related technical competency. 

Participants self-reported their proficiency and the amount of time spent, on each technical competency 

and aligned skill using the scales provided below: 

Proficiency Scale 

ü None (0): I do not possess proficiency in this competency/skill. 

ü Basic (1): I am capable of handling the simplest of assignments related to this competency/skill, 

but need significant assistance beyond the easiest solutions. 

ü Foundational (2): I am capable of handling some assignments involving this competency/skill, 

but need assistance beyond routine situations. 

ü Intermediate (3): I am capable of handling many day-to-day assignments involving this 

competency/skill, but may seek assistance in difficult or new situations. 

ü Advanced (4): I am capable of handling most day-to-day assignments involving this 

competency/skill, though may seek expert assistance with particularly difficult or unique 

situations. 

ü Expert (5): I am capable of handling all assignments involving this competency/skill and may 

serve as a role model and/or coach for others. 

Time Spent Scale 

ü N/A: This competency/skill is not relevant for my current position 

ü Minimal (1): I spend very little time on this competency/skill in my normal work activities. 

ü Moderate (2): I spend a fair amount of time on this competency/skill in my normal work 

activities. 

ü Extensive (3): I spend a large portion of my time on this competency/skill in my normal work 

activities. 

tŀǊǘƛŎƛǇŀƴǘǎ ǎŜƭŜŎǘŜŘ άbκ!έ ǳƴŘŜǊ ǘƛƳŜ ǎǇŜƴǘ ƛŦ ŀ ŎƻƳǇŜǘŜƴŎȅ ƻǊ ŀƭƛƎƴŜŘ ǎƪƛƭƭ ǿŀǎ ƴƻǘ ǊŜƭŜǾŀƴǘ ǘƻ ǘƘŜƛǊ 

ŎǳǊǊŜƴǘ ǇƻǎƛǘƛƻƴΦ LŦ άbκ!έ ǿŀǎ ǎŜƭŜŎǘŜŘΣ ǘƘŜ ǊŜƭŀǘŜŘ ǇǊƻŦƛŎƛŜƴŎy value was not included in the analysis of 

proficiency ratings. 
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Figure 10: FAC-C Job Series Distribution 

Figure 9: FAC-C Grade Range 

A. Federal Acquisition Certification (FAC) ɀ Contracting Professionals  
  

Workforce Profile  

Contracting professionals comprised 36% of the overall 

2012 survey sample. As shown in Table 4: FAC-C 

Certification Level, forty-two percent of FAC-C respondents 

were certified at level 3, with 21% of contracting 

professionals certified at both levels 1 and 2. Sixteen 

percent of respondents were working toward a level 1 

certification.  

A comparison of the FAC-C sample to the 

overall survey sample reveals a greater 

percentage of FAC-C respondents at the GS 13 

and above level, including the Senior Executive 

Service, than in other program areas. 

Ninety-one percent of FAC-C respondents were 

in the Business and Industry Occupational 

Group (i.e., the 1100 series), as shown in Figure 

10: FAC-C Job Series Distribution. The majority 

of these individuals (84%) were in the 

Contracting series (GS 1102). 

A comparison of the highest completed 

education level, depicted in Figure 11: FAC-C 

Education Level, between the FAC-C participants 

and overall survey sample reveals that a higher 

percentage of the FAC-C survey sample holds a 

.ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ ƻǊ ƘƛƎƘŜǊΦ 

  

Certification Level 
Percentage of  
FAC-C Sample 

In Progress 16% 

Level 1 21% 

Level 2 21% 

Level 3 42% 

Table 4: FAC-C Certification Level 
 

Figure 11: FAC-C Education Level  
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Table 5: AWCS FAC-C Respondent Profile: 2008, 2010, and 2012 below summarizes aggregate survey 

responses from contracting professionals to present a profile for the last three competency surveys. The 

profiles are very similar ς the 2012 respondents are closer to retirement than the 2010 respondents.  

FAC-C Technical Competencies  

Figure 12: FAC-C Competency Proficiency by Year summarizes the average 2012 self-reported FAC-C 

competency proficiency values and provides a historical comparison of FAC-C competency proficiency 

ratings in 2012 against results from the 2010 and 2008 competency surveys. Proficiency labels are 

included for all 2012 competencies. 

In support of this initiative, the FAC-C program area competency model was revised prior to the 

administration of the 2012 survey to allow for a more accurate and comprehensive analysis of the FAC-C 

ǿƻǊƪŦƻǊŎŜΩǎ ǎǘǊŜƴƎǘƘǎ ŀƴŘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŦƻǊ ƎǊƻǿǘƘ. As a result, many FAC-C competencies and aligned 

skills were assessed for the first time in this iteration of the AWCS, which prevents a historical 

comparison of proficiency values for some competencies. 

 

Aggregate 2012 FAC-C competency proficiency values were generally arranged between the 

intermediate and advanced proficiency, indicating that the average FAC-C respondent is capable of 

handling many day-to-day assignments involving the technical competencies, but may seek assistance in 

difficult or new situations. Participants self-reported their strongest proficiency as Contract 

Administration, with an average proficiency of 3.78. Conversely, Disputes and Appeals was rated as the 

lowest competency, with an average proficiency of 2.96.  

 

 

 

 

 

 

 

 

Respondent Profile 2012 AWCS 2010 AWCS 2008 AWCS 

Age 51 to 55 Years Old 51 to 55 Years Old 51 to 55 Years Old 

Gender Female Female Female 

Grade Level GS-13 or equivalent GS-13 or equivalent GS-113 or equivalent 

Supervisory Status Non-supervisory Non-supervisory Non-supervisory 

Education .ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ .ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ .ŀŎƘŜƭƻǊΩǎ 5ŜƎǊŜŜ 

Retirement Eligibility 11 to 20 Years 21 + Years 7 to 10 Years 

Years of Acquisition Experience 21 + Years 21 + Years 11 to 20 Years 

Table 5: AWCS FAC-C Respondent Profile: 2008, 2010, and 2012 
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A comparison of average self-reported proficiency ratings in 2012 against previous AWCS results reveals 

a decline in the average FAC-C proficiency between 2008 and 2012. Of the seven competencies where 

historical comparisons are possible, the average self-reported proficiency decline is .24, with the largest 

decline reported in Bid Evaluation. 

Figure 13: FAC-C Competency Proficiency Ratings Distribution summarizes the percentage of FAC-C 

respondents at each proficiency level by FAC-C competency. Competencies are arranged from top to 

bottom by the percentage of respondents at the expert proficiency level. The average competency 

proficiency is presented to the right of each horizontal bar. 

 
 
  

Figure 12: FAC-C Competency Proficiency by Year 

Proficiency Scale:    None (0)    Basic (1)    Foundational (2)    Intermediate (3)    Advanced (4)    Expert (5) 

Figure 12 Note: Single, blue bars represent FAC-C competencies that were added or modified in 2012 and 

cannot be compared historically. 
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Figure 13: FAC-C Competency Proficiency Ratings Distribution  

A breakdown of 2012 proficiency ratings by FAC-C competency can inform more targeted, data-driven 

human capital planning and development efforts for growing the proficiency of the contracting 

workforce. Knowledge sharing programs designed to retain and disseminate critical institutional 

knowledge may be particularly effective in competency areas with a greater supply of expertise. Such 

programs can include mentoring programs that pair a more experienced acquisition professional with 

one that has a basic or foundational understanding of key acquisition concepts. Alternative knowledge 

sharing programs include knowledge sharing forums, which can range from weekly Brown Bag sessions 

to Department- or Federal-wide learning events and seminars, blogs and wikis. Further considerations 

are discussed in the FAC-C Key Findings section at the end of this section. 
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Table 6: FAC-C Ratings by Certification Level provides in-depth analyses of competency proficiency and time spent ratings by FAC-C certification 

level.  

Cells shaded green indicate proficiency values that ŀǊŜ ƻƴŜ ǎǘŀƴŘŀǊŘ ŘŜǾƛŀǘƛƻƴ ƻǊ ƳƻǊŜ ŀōƻǾŜ ǘƘŜ ŎŜǊǘƛŦƛŎŀǘƛƻƴ ƭŜǾŜƭΩǎ ŀǾŜǊŀƎŜ ǇǊƻŦƛŎƛŜƴŎȅ ŀŎǊƻǎǎ 

all competencies. Cells shaded red indicate proficiency values that are one standard deviation below the ŎŜǊǘƛŦƛŎŀǘƛƻƴ ƭŜǾŜƭΩǎ average proficiency 

across all competencies. For example, Level 1 FAC-C professionals, on average, self-reported Contract Administration as a particular strength, 

whereas Bid Evaluation, Disputes and Appeals and Contract Termination were self-reported as more challenging. 

Table 6: FAC-C Ratings by Certification Level 

FAC-C Competencies 
In Progress Level 1 Level 2 Level 3 Aggregate 

Proficiency 
Time 
Spent 

Proficiency 
Time 
Spent 

Proficiency 
Time 
Spent 

Proficiency 
Time 
Spent 

Proficiency Time Spent 

Contract Administration* 2.92 1.93 3.22 2.14 3.76 2.31 4.4 2.33 3.78 2.22 

Contract Award 2.89 1.80 2.98 1.90 3.63 2.10 4.29 2.14 3.66 2.03 

Competition Requirements* 2.91 1.84 3.01 1.91 3.61 2.05 4.29 2.12 3.66 2.02 

Proposal Evaluation 2.84 1.78 2.90 1.87 3.53 2.06 4.28 2.18 3.62 2.03 

Contract Performance* 2.96 1.66 3.00 1.73 3.54 1.91 4.20 2.03 3.62 1.88 

Contracting Methods* 2.83 1.86 3.03 2.04 3.57 2.14 4.24 2.16 3.61 2.08 

Solicitation Planning 2.77 1.84 2.91 1.94 3.57 2.13 4.25 2.16 3.59 2.06 

Contract Negotiations 2.85 1.70 2.74 1.69 3.36 1.89 4.20 2.03 3.53 1.89 

Contract Types* 2.70 1.79 2.90 1.97 3.43 2.07 4.20 2.15 3.52 2.04 

Requirements Definition 2.81 1.73 3.02 1.92 3.43 1.97 4.04 1.99 3.49 1.93 

Socioeconomic Programs 2.85 1.66 2.91 1.70 3.45 1.87 4.02 1.95 3.49 1.84 

Acquisition Planning * 2.67 1.70 2.82 1.79 3.32 1.86 4.15 1.96 3.46 1.96 

Bid Evaluation 2.56 1.58 2.58 1.60 3.20 1.75 3.94 1.80 3.26 1.71 

Contract Termination* 2.63 1.27 2.57 1.26 3.12 1.34 3.72 1.38 3.20 1.33 

Disputes and Appeals* 2.35 1.27 2.13 1.25 2.8 1.32 3.54 1.43 2.96 1.35 

Average 2.77 1.69 2.85 1.78 3.42 1.92 4.12 1.99 3.50 1.89 

Proficiency Scale 0 = None 1 = Basic 2 = Foundational 3 = Intermediate 4 = Advanced 5 = Expert 

Time Spent Scale N/A = Not Applicable 1 = Minimal 2 =  2 = Moderate 3 = Extensive 

*Denotes a new or modified FAC-C competency in 2012
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As shown in Table 6: FAC-C Ratings by Certification Level, the strengths and developmental 

opportunities of the FAC-C workforce are largely consistent across certification levels. FAC-C 

professionals across all certification levels consistently rated Contract Administration as an area of 

strength. Conversely, Bid Evaluation, Disputes and Appeals and Contract Termination were consistently 

rated lower than other FAC-C competencies. Collectively, these trends produce a clear picture of the 

FAC-C developmental priorities that should be targeted by training and development programs. 

The three competencies that emerged as developmental needs in the FAC-C survey sample are 

understandable, given that FAC-C professionals have limited on-the-job opportunities to develop and 

maintain these competencies. More broadly, a closer look at the relationship between the amount of 

time spent performing a competency and the self-reported proficiency reveals a strong, positive 

correlation, suggesting that participants devoting a greater percentage of their normal work activities to 

a competency felt more proficient (as depicted in Figure 14: FAC-C Competency Proficiency vs. Time 

Spent). This trend may be useful to consider when developing training opportunities for the FAC-C 

workforce. Training opportunities should look to incorporate innovative instructional design techniques 

that provide for the practical application of key course content through realistic simulations of job 

functions. More experiential training, when possible and appropriate, may be of greater benefit to the 

workforce. 

 

Figure 14: FAC-C Competency Proficiency vs. Time Spent 

 

Legend 

1 Contract Administration 9 Requirements Definition 

2 Contracting Methods 10 Contract Negotiations 

3 Solicitation Planning 11 Contract Performance 

4 Contract Types 12 Socioeconomic Programs 

5 Proposal Evaluation 13 Bid Evaluation 

6 Contract Award 14 Disputes and Appeals 

7 Competition Requirements 15 Contract Termination 

8 Acquisition Planning   
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FAC-C Aligned Skills  

The FAC-C Aligned Skills section summarizes the aggregate proficiency and time spent values of all 

aligned skills. Each technical competency within the FAC-C competency model includes a number of 

related aligned skills that represent more specific knowledge or behaviors demonstrated when 

exhibiting the technical competency. LŦ ŀƴ ŀƭƛƎƴŜŘ ǎƪƛƭƭ ǿŀǎ ƴƻǘ ǊŜƭŜǾŀƴǘ ǘƻ ŀ ǇŀǊǘƛŎƛǇŀƴǘΩǎ ŎǳǊǊŜƴǘ 

ǇƻǎƛǘƛƻƴΣ ǘƘŜƴ ǘƘŜ ǇŀǊǘƛŎƛǇŀƴǘ ǿŀǎ ƛƴǎǘǊǳŎǘŜŘ ǘƻ ǎŜƭŜŎǘ άbƻǘ !ǇǇƭƛŎŀōƭŜέ (i.e., the άtŜǊŎŜƴǘ bκ!έ column).  

Cells shaded green indicate proficiency values that are one standard deviation or more above the 

average proficiency of all aligned skills.  Cells shaded red indicate proficiency values that are one 

standard deviation below the average proficiency of all aligned skills.  

Table 7: FAC-C Aligned Skills Ratings 

Competency/Aligned Skill Proficiency Time Spent Percent N/A 

1. Acquisition Planning 3.46 1.86 
 

1a. Acquisition Plan 3.42 1.78 11% 

1b. Entering Procurement Related Data 3.65 1.99 12% 

1c. Market Research 3.67 1.92 8% 

1d. Performance Based Acquisition 3.05 1.64 19% 

2. Requirements Definitions 3.49 1.93 
 

2a. Performance Work Statement 3.26 1.78 14% 

3. Contracting Methods 3.61 2.08  

3a. Blanket Purchase Agreements 3.25 1.63 22% 

3b. Contracting by Negotiations 3.63 2.08 16% 

4. Contract Types 3.52 2.04  

4a. Cash Flow 2.36 1.36 74% 

4b. Cost-Reimbursement 3.11 1.70 38% 

4c. Fixed Price 3.91 2.24 10% 

4e. Incentive Contracts 2.76 1.43 52% 

4f. Letter Contracts 2.73 1.32 58% 

4g. Time and Materials 3.19 1.66 31% 

5. Socioeconomic Programs 3.49 1.84  

5a. 8(a) Program 3.48 1.73 16% 

5b. Buy American 3.25 1.61 17% 

5c. HUBZone 3.25 1.53 22% 

5d. Service Contract 3.45 1.74 17% 

5e. Small Business and Preference 
Programs 

3.52 1.88 13% 

6. Competition Requirements 3.66 2.02  

6a. Determine Competition Requirements 3.66 2.02 10% 
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Competency/Aligned Skill Proficiency Time Spent Percent N/A 

7. Solicitation Planning 3.59 2.06  

7a. Contract Financing 2.96 1.50 33% 

7b. Contract Format 3.59 1.97 14% 

7c. Publicizing Proposed Procurements 3.66 1.91 15% 

7d. Sealed Bidding 3.02 1.51 55% 

7e. Simplified Acquisition Procedures 3.74 1.96 13% 

7f. Source Selection Criteria 3.49 1.94 13% 

8. Bid Evaluation 3.26 1.71  

8a. Bid Evaluation 3.30 1.71 44% 

8b. Handling Mistakes 3.11 1.48 47% 

8c. Sealed Bid Source Selection Evaluation  3.10 1.53 54% 

9. Proposal Evaluation  3.62 2.03  

9a. Certified Cost or Pricing 3.05 1.63 28% 

9b. Communicating to Offerors 3.70 2.02 14% 

9c. Proposal Evaluation  3.64 2.03 14% 

9d. Types of Costs 3.15 1.70 22% 

10. Disputes and Appeals 2.96 1.35  

10a. Contractor Debts 2.69 1.29 44% 

10b. Disputes 2.96 1.35 32% 

10c. Identifying Fraud 2.84 1.31 35% 

11. Contract Negotiations 3.53 1.89  

11a. Conduct Discussions 3.52 1.83 20% 

11b. Conduct Negotiations 3.51 1.85 20% 

11c. Negotiation Strategy 3.47 1.81 20% 

12. Contract Award 3.66 2.03 
 

12a. Data Entry 3.70 2.06 17% 

12b. Debriefings 3.43 1.66 22% 

12c. Protests 3.05 1.44 35% 

13. Contract Administration 3.78 2.22  

13a. Contract Administration 3.80 2.23 10% 

13b. Contract Closeout 3.54 1.76 16% 

13c. Contract Modifications/Adjust 3.88 2.18 10% 

13d. Contract Payments/Financing 3.36 1.74 18% 

13e.Government Property 3.05 1.49 24% 

13f. Post-award Conference 3.55 1.71 21% 

13g. Special Contract Terms 3.43 1.69 17% 

13h. Subcontracting 3.21 1.60 23% 
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Table 8: FAC-C Retirement Eligibility 

Figure 15: FAC-C Retirement Eligibility 

Competency/Aligned Skill Proficiency Time Spent Percent N/A 

14. Contract Performance 3.62 1.88  

14a. Acceptance 3.54 1.71 21% 

14b. Contract Surveillance 3.52 1.77 19% 

14c. Selecting Functions for CORs 3.63 1.76 20% 

15. Contract Termination 3.20 1.33  

15a. Determine Need for Termination 3.24 1.32 28% 

15b. Method of Termination 3.25 1.33 28% 

Average 3.34 1.72  

FAC-C Retirement  Eligibilit y 

Figure 15: FAC-C Retirement 

Eligibility presents a comparison of 

the retirement eligibility for the 

FAC-C workforce against the 

retirement eligibility of the overall 

2012 sample. As depicted in the 

figure, the pattern of FAC-C 

retirement eligibility is largely 

consistent with that of the overall 

survey sample, with 36% of the 

FAC-C workforce eligible to retire 

within the next 6 years, compared to 39% of the overall sample eligible to retire over the same 

timeframe.   

Table 8:  FAC-C Retirement 

Eligibility shows the percentage of 

contracting professionals eligible 

to retire in the next 5 years and 

the percentage of eligible 

employees who are actually 

planning to retire in the next 5 

years. 

  

Certification 
Level 

Percentage Eligible to 
Retire in Next 5 Years 

Percentage of Eligible 
Employees Planning to 
Retire in Next 5 Years 

In Progress 29% 58% 

Level 1 28% 59% 

Level 2 32% 60% 

Level 3 64% 65% 

Total 36% 62% 



  

21 | P a g e 
 

Table 9: FAC-C Retirement by Proficiency summarizes the percentage of the FAC-C workforce that plans 

to retire within the next five years by proficiency level for each FAC-C competency (e.g., 37% of FAC-C 

respondents at the expert proficiency level for Bid Evaluation plan on retiring within the next 5 years). 

Results are organized by the percentage of expert level respondents that plan to retire within the next 

five years from greatest to least. The average competency proficiency across all certification levels is 

also presented.  

Table 9: FAC-C Retirement by Proficiency 

FAC-C Competency 
Average 

Proficiency 
Basic Foundational Intermediate Advanced Expert 

Bid Evaluation 3.26 15% 15% 18% 24% 37% 

Disputes and Appeals 2.96 14% 13% 21% 31% 37% 

Contract Types 3.52 13% 11% 16% 22% 33% 

Contract Termination 3.20 11% 13% 21% 28% 33% 

Contract Negotiation 3.53 13% 13% 15% 22% 32% 

Socioeconomic Programs 3.49 12% 12% 18% 24% 32% 

Contract Performance 3.62 15% 12% 16% 23% 32% 

Contracting Methods 3.61 13% 12% 15% 22% 31% 

Acquisition Planning 3.46 16% 16% 15% 23% 31% 

Proposal Evaluation 3.62 17% 14% 17% 20% 30% 

Competition Requirements  3.66 17% 12% 15% 22% 30% 

Contract Award 3.66 14% 10% 14% 21% 30% 

Contract Administration 3.78 11% 11% 14% 21% 30% 

Solicitation Planning 3.59 19% 14% 15% 21% 29% 

Requirements Definition 3.49 18% 12% 16% 24% 29% 

Average  14% 13% 16% 23% 32% 
 

Results indicate that, within each proficiency level, a relatively consistent sample of the FAC-C workforce 

plans to retire within the next 5 years, with the percentage of the FAC-C workforce planning on retiring 

increasing as proficiency level increases. 
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Table 10: FAC-C Retirement Profile compares the average competency proficiency of acquisition 

professionals that plan to retire over the next 5 years against members of the workforce that are not 

eligible to retire. This comparison provides insight into the technical capabilities of the FAC-C workforce 

that are threatened to be negatively impacted by impending retirement. 

Table 10: FAC-C Retirement Profile 

FAC-C Competency 
Average Competency Proficiency 

Level 2 
Level 2 ς Plan 

to Retire 
Difference Level 3 

Level 3 - Plan 
to Retire 

Difference 

Acquisition Planning 3.29 3.48 -0.19 4.11 4.24 -0.13 

Requirements Definition 3.38 3.60 -0.22 4.01 4.12 -0.11 

Contracting Methods 3.51 3.84 -0.33 4.20 4.37 -0.17 

Contract Types 3.38 3.64 -0.26 4.13 4.38 -0.25 

Socioeconomic Programs 3.40 3.65 -0.25 3.96 4.18 -0.22 

Competition Requirements 3.59 3.69 -0.10 4.25 4.39 -0.14 

Solicitation Planning 3.56 3.60 -0.04 4.22 4.31 -0.09 

Bid Evaluation 3.12 3.52 -0.40 3.83 4.20 -0.37 

Proposal Evaluation 3.49 3.69 -0.20 4.24 4.38 -0.14 

Disputes and Appeals 2.69 3.25 -0.56 3.43 3.85 -0.42 

Contract Negotiations 3.28 3.70 -0.42 4.14 4.36 -0.22 

Contract Award 3.57 3.90 -0.33 4.24 4.42 -0.18 

Contract Administration 3.71 3.97 -0.26 4.35 4.54 -0.19 

Contract Performance 3.49 3.74 -0.25 4.13 4.41 -0.28 

Contract Termination 3.04 3.46 -0.42 3.65 3.92 -0.27 
 

FAC-C acquisition professionals planning to retire within the next 5 years reported a higher average 

proficiency across all competencies at both the level 2 and 3 certification levels. The average difference 

between professionals planning to retire within the next 5 years and those not eligible to retire were  -

.28 and -.21 at levels 2 and 3 respectively. 

Among employees with a level 2 certification, the largest proficiency gap between employees planning 

on retiring in 5 years and the remainder of the sample is related to Disputes and Appeals (-.56). In 

addition to being the competency most threatened by retirement over the next 5 years, Disputes and 

Appeals was also self-reported as the lowest average proficiency among level 2 employees. Contract 

Negotiations (-.42), Contract Termination (-.42) and Bid Evaluation (-.40) also emerged as relatively 

larger gaps at the level 2 certification level. Three of the four competencies with the largest gaps 

between level 2 individuals planning on retiring in the next 5 years and the remainder of the level 2 

workforce relate to the contract award process, suggesting that Federal-wide efforts should be devoted 

to preserving institutional knowledge and building expertise related to this phase, in particular. 

Conversely, level 2 employees not eligible to retire over the next 5 years are approximately as proficient 

as employees planning on retiring on the Solicitation Planning and Competition Requirements 

competencies, indicating less of a threat exists to losing expertise in these areas due to retirement. 
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Similar to level 2, the largest proficiency gap between level 3 employees planning on retiring within 5 

years and the remainder of the level 3 sample is related to Disputes and Appeals (-.42). Bid Evaluation 

also emerged as a relatively larger gap among level 3 employees (-.37). 

FAC-C Key Findings  

A comparison of average self-reported proficiency ratings in 2012 against previous AWCS iterations 

reveals a decline in the average FAC-C proficiency between 2008 and 2012. This decline in proficiency 

warrants further review to better understand the implications and impact on the acquisition workforce 

from a strategic human capital perspective. 

In 2012, Contract Administration, defined as administering contract requirements in order to ensure the 

effective delivery of the contracted for goods and services, emerged as a consistent area of strength 

across all certification levels. In contrast, Bid Evaluation, Disputes and Appeals and Contract Termination 

were consistently rated lower than other FAC-C competencies at each certification level, with Disputes 

and Appeals, defined as the ability to analyze disputes and appeals, self-reported as the lowest average 

proficiency at each certification level. Contracting Professionals with a Level 1 certification, as well as 

those working toward a Level 1 certification, also reported a lower proficiency related to Bid Evaluation.  

A strong relationship exists between time spent and technical proficiency within the FAC-C program 

area. Specifically, participants who devote a greater percentage of their normal work activities to a 

competency also reported a higher proficiency with that competency. In contrast, participants devoting 

a smaller percentage of their normal work activities to a competency reported lesser proficiency with 

that competency.  The lower proficiency scores for Disputes and Appeals and Contract Termination 

likely result from fewer occasions for staff to deal with these types of actions. 

An analysis of retirement eligibility by competency revealed that Disputes and Appeals and Bid 

Evaluation have the greatest percentage of respondents at the expert proficiency level that are planning 

to retire within the next 5 years. This fact, coupled with the low average proficiencies on these 

competencies, suggests that future FAC-C training and development opportunities should target the 

development of these skills in level 2 and level 3 FAC-C professionals. This may help mitigate the risk of 

losing key expertise in these competencies as a result of retirement. 
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B. Federal Acquisition Certification (FAC) ɀ #ÏÎÔÒÁÃÔÉÎÇ /ÆÆÉÃÅÒȭÓ 

Representatives                                                                                                   

Workforce Profile  

hǾŜǊŀƭƭΣ /ƻƴǘǊŀŎǘƛƴƎ hŦŦƛŎŜǊΩǎ wŜǇǊŜǎŜƴǘŀǘƛǾŜǎ ŎƻƳǇǊƛǎŜŘ 

38% of the 2012 survey sample. Of the 4,148 CORs who 

responded to the survey, 346, or 8%, are currently working 

towards a Level 1 certification. Slightly more than two-thirds 

of the workforce holds a Level 2 certification, while those 

members holding a Level 1 or Level 3 certification comprise 

14 % and 10% of the workforce, respectively.  

A comparison of the FAC-COR 

sample to the overall survey sample 

reveals a strong similarity between 

grade ranges of the two groups, 

with the largest disparity coming at 

the intermediate level. In 

comparison to the overall sample, 

the COR population has a greater 

percentage of workforce members 

at the Intermediate Level, and 

contains less Expert Level 

members. 

While the FAC-COR workforce 

comprises numerous job series, 

14% of respondents identified 

themselves as members of the 343 

(Management and Program 

Analysis) job series. Indicative of 

the wide range in responses, more 

than 53% of respondents identified 

with a job series that comprised 

less than 2% of overall FAC-COR 

responses.  

  

Certification Level 
Percentage of  

FAC-COR Sample 

In Progress 8% 

Level 1 14% 

Level 2 68% 

Level 3 10% 

Figure 16: FAC-COR Grade Range 

Figure 17: FAC-COR Job Series Distribution 

Table 11: FAC-COR Certification Level 














































































